Abstract
Introduction
Education is the most important aspect of a nation or any institutional organization and it plays a crucial role in terms of development of any country (Khalid et al., 2012) . In any organization employees are dissatisfied when their expectations are not met and when their working environment is not conductive. Dissatisfaction of employees can lead to reduction of productivity in the workforce, a decrease in organizational commitment and devotion and even discontinuation of the job (Payne & Morrison, 2002; Sagie, 2002; Gellatly, 2005; Redfern, 2005; Santhapparaj et al., 2005; Denizer, 2008; Adenike, 2011) . Dissatisfied employees are prone to absenteeism and excessive turnover (Sekoran and Jauch, 1978; Dickter et al., 1996; Melamed et al., 1995; Lee et al., 1999; Chen et al., 2006) . According to Hoogendoorn (2011) , job dissatisfaction increases the chance of the sickness of employees. Brown and Mitchell (1993) state that indirect costs associated with employees' job dissatisfaction include training, recruiting, learning curve inefficiencies and reduction in the client base. Job dissatisfaction leads to poor performance of teaching staff, so there should be a conducive working environment for employees to increase their performance with effortlessness (Sudalaiyandi et al., 2011) .
Problem Statement
According to Ping du et al. (2010) , employees are highly dissatisfied with their salaries and a study by Wong and Heng (2009) points out that working conditions and interpersonal relationships are two major contributors to job dissatisfaction. A study conducted by Ssesanga and Garett (2005) indicated a relationship between the working environment, promotion and academics' job dissatisfaction. Job dissatisfaction for employees is when staff members perceive a lack of support at work, are not well motivated to perform their best in the classroom, and lecturers are not completely satisfied with their working environment (Smith, 2007) . According to David and Wesson (2001) , limited promotion opportunities are often a cause of job dissatisfaction in any government organization. According to Madison (2000) , academics that are not supported by their colleagues are usually dissatisfied with their job. Lee (1988) concludes that job dissatisfaction is one of the best predictors of turnover. Zembylas (2004) states that academics leave the teaching profession because of dissatisfaction associated with a lack of commitment, lack of productivity, reduced ability to meet student needs and psychological disorders (absenteeism, study stress, and truancy) (Hargreaves, 1994; 1998; Day, 2002; Houtte, 2006; Evdokia, 2009) .
A study by Olaitan (1987) in Nigeria found that academic staff members are dissatisfied with their working conditions and academic growth. Adelabu (2005) found that in Nigeria academic staff members are dissatisfied with their living and working environment because of the salary structure compared to the other professions and related issues such as low status in society, lack of promotion, lack of career advancement opportunities, and low allowances. Another study in Nigeria by Akpofure et al. (2006) concluded that academics are dissatisfied with their jobs because of the salary structure. In Zimbabwe, according to Zainudin et al. (2010) , the majority of academics in higher education are dissatisfied because of the high and overwhelming workload, inadequate salaries and allowances, and inability to procure loans for purchase of houses and cars (Zainudin et al., 2010) .
Research Question
What are the important factors that affect academics in higher education's job dissatisfaction?
Aims and Objectives
The aim of this study was to develop a conceptual framework regarding the factors affecting academics in higher education's job dissatisfaction. This aim was achieved through accomplishing the following objectives: identifying the factors influencing higher education academics job dissatisfaction; testing the relationship to each other of these factors; examining the action and strategies that universities can take in order to improve the levels of satisfaction among academics in higher education.
Literature Review
According to Herzberg (1987) , 'hygiene factors' or 'dissatisfiers' related to job satisfaction are: salary, status, security, company policy and administration, working conditions, supervision, and interpersonal relationships.
The Human Science Research Council (HSRC) in South Africa (Afrol News, n. d.) conducted a survey of 21,358 educators in more than 1,714 selected schools with a 97% participation rate. The study revealed that academics leave their organizations due to inadequate remuneration, increased workload, lack of career advancement, lack of professional recognition, work policies, and job insecurity. A study by Chimanikire et al. (2007) indicated that the majority of academic staff members were dissatisfied with their jobs due to the high volume of work, inadequate salaries, allowances, and loans to facilitate purchase of properties. Ssesanga and Garrett (2005) conducted a study with 182 respondents from two universities in Uganda and found that academics' dissatisfaction include extrinsic factors such as remuneration, governance, research, promotion, and working environment. A survey by Alam and Farid (2011) in Rawalpindi College concluded that the majority of the academic staff were dissatisfied with regards to low salaries. Chung (1977: 23) states that the lack of market related staff salaries can cause dissatisfaction and discontent. Hoy and Miskel (1991: 114) conducted a study and found that top achievers being promoted very quickly can result in dissatisfaction amongst loyal and intelligent employees. Arnold and Feldman (1996: 91-91) found that job dissatisfaction amongst academics included factors such as temperature, lighting, ventilation, hygiene, noise, working hours, and resources. Pearson and Seiler (1983) found a high rate of dissatisfaction amongst participants regarding the compensationrelated elements of their jobs such as fringe benefits, pay, and performance criteria. A study conducted by Moses (1986) concluded that academic staff members are dissatisfied due to undervaluing of teaching excellence in relation to promotion decisions. Oshagbemi (1997) , in a study conducted in the United Kingdom, found that job dissatisfaction in higher education in terms of teaching related items is caused by issues such as "sharp increases in class size, badly thought out procedures for course evaluation, public stance of university which claims to value teaching and administrative activity, little recognition of teaching skills, demands of individual students, student expansion without commensurate increases in resources, marking answer scripts, amount of marking, falling quality of intake, increasing staff/students ratios, government interference with teaching, too many students, student attitude to learning, emphasis on research at the expense of teaching and amount of mechanical teaching and marking".
Further, Oshagbemi (1997 cited in Schulze, 2006) found that job dissatisfaction in higher education in terms of research related items is caused by issues such as: "inadequate time for research, pressure to publish, erosion of time for research and personal development in specialist area, increasing difficulty with and time spent on obtaining research grants, lack of funds for research, difficulty attracting able Ph.D. students, necessity of applying for grant support, the undue importance attached to 'research', little time spent writing, research assessment exercises and lack of research facilities".
Finally, Oshagbemi (1997 cited in Schulze, 2006 found that general causes of job dissatisfaction in higher education includes issues such as: "poor communication with university authorities, failure to provide agreed job description, authoritarian management structure, lack of consultation and top-down communication, government policy towards universities, working hours, lack of co-ordination in management, not getting promoted unless one applies for it, lack of proper departmental strategy on teaching and research, poor retirement benefits, excessive bureaucracy, lack of leadership from the centre of the university, inconsistency in planning, location of university, changes in university funding mechanisms, not being able to retire with full benefits at 60, lack of time to think, difficulty with managing the separate responsibilities of administration, teaching and research, and indifferent and inefficient management". Lee (1972) , Perie and Baker (1997) , and Tye and O'Brien (2002) conclude from their studies that extrinsic factors such as inadequate compensation, increased paperwork, shifts in student characteristics, and negative perception of teacher, and problematic relationships with student parents/guardians contribute to academics' job dissatisfaction. Spears et al. (2000) found that job dissatisfaction is the primary reason for academics leaving their jobs.
Methodology
The strategy for identifying the main factors that affect academics' job dissatisfaction was a systematic literature review based on the following steps: formulate the review questions, define the selection criteria, and define the quality appraisal criteria (Croucher et al., 2003) .
The Review Question
The review question provides focus and boundaries, and shapes all aspect of the review process, including: inclusion and exclusion criteria, search strategy, amount of the literature reviewed, quality appraisal, and the synthesis of evidence (Wallace et al., 2005) . The review question was: what are the factors that affect academics in higher education's job dissatisfaction?
The Search Strategy
Google, Google Scholar and Durban University of Technology library electronic databases were searched utilising search terms such as: "factors affecting university academics' job dissatisfaction"; "job dissatisfaction academics higher education"; "factors influence university academics' job dissatisfaction".
Application of Study Selection Criteria
Before studies entered into systematic review, they were subjected to two filters (Wallace et al., 2005) . The first filter comprised a set of inclusion and exclusion criteria so that only relevant literature able to address the review question is taken through the second filter (Wallace et al., 2005) .
Design of the Studies
Studies included in this review are those with empirical evidence from experimental or observational research that include qualitative research. The study includes unpublished and published work (Wallace et al., 2005) . In this literature review, only those articles directly associated with factors affecting university academic job dissatisfaction have been selected.
The Quality Appraisal Criteria
Studies included in the literature review met all five necessary elements of quality appraisal criteria as per Wallace et al. (2005) for valid and trustworthy findings. Articles selected were considerable, acceptable, reliable, and empirically valid and each study had a good research question and theory or theoretical framework.
Results
The results of this study are displayed in Figure 1 . 
Disscussion, Conclusion and Recommendations
The main objective of the study was to examine the factors affecting academics in higher education's job dissatisfaction. This study has revealed all the major factors that affect university academics. According to Herzberg's theory, the following characteristics -working conditions, supervision, interpersonal relationships, company policy and administration -are referred to as hygiene factors (Robbins, 2001: 75-76) . Regardless of what theory is applied, issues such as pay, working environment, interpersonal relationships, teaching related issues, research related issues, policy and administration, and career advancement opportunities appear to be important factors for university academics in terms of their job dissatisfaction.
This study recommends that university academics should endeavour to know what factors affect their job dissatisfaction. Moreover, this study will help university academics to know which factors are likely to affect their job dissatisfaction.
